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Preface 
After five months of reading, writing, rewriting, analysing and learning new things, I present 
to you my master thesis, which I wrote to finalize my master studies in Social and 
organisational Psychology. Being 22 years old and doing an internship for the first time, I had 
the opportunity to connect science and practice. At the same time, I was discovering a lot 
about what is important in maintaining one’s career, while I had not even started my own 
career yet. All these activities however gave me confidence in my abilities and I will look 
back at these past five months as a turning point in my life. 
I would like to use this preface to thank a number of people. First of all, I want to thank my 
thesis supervisor, dr. Herman Steensma, for providing me the unique opportunity of doing 
an internship at the A+O fonds Gemeenten and combining this with a research that I had to 
set up independently. You always answered my questions critically and gave me just enough 
information so that I could continue my research, but not too much, I still had to go out and 
find the answers myself. From this I learned a lot. 
I want to thank my internship supervisor, drs. Marieke de Feyter, for showing me, for the 
first time in my life, the working field. Thank you for taking me to meetings and events you 
organized. Thank you for your trust in me, for your time, and for your critical thoughts. After 
discussing an aspect of my research with you, you always gave me new ideas, little things 
that I had not even considered before. I also want to thank you for the funds you provided 
me with, with which I could conduct this research. I also want to thank Lena Tiemersma, 
working at the A+O fonds Gemeenten. Together with Marieke de Feyter you always believed 
in my capabilities and abilities in finishing a job, contacting important stakeholders and doing 
tasks effectively. 
Lastly, I want to thank the civil servants who participated in this research. Thank you for your 
time in completing the questionnaires and for your trust in me as a researcher. I hope that 
the results of this research will inspire you as much as it inspired me. 
 
Valentina van Veghel 
January 2017, Rotterdam 
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Summary 
The current research analysed the antecedents and the consequence of employability 
orientation, i.e., employees’ attitudes toward developing their employability, using 
hierarchical regression analyses (N = 208). Supporting the hypotheses, the results showed 
that employability orientation was positively related to activities on Meesterinjewerk.nl and 
organizational tenure, for which the career competencies of networking and career guidance 
were mediators. Activities on Meesterinjewerk.nl could account for 2 percent of the variance 
in employability orientation. Job satisfaction was negatively related to employability 
orientation. No relationships were found between on the one hand employability culture 
and workload, and employability orientation on the other hand. The total model accounted 
for 35 percent of the variance in employability orientation. Employability orientation was a 
strong predictor of employability activities. Practical tips for the A+O fonds Gemeenten, 
where this research was conducted, and ideas for future research are discussed.  
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1. Introduction 
In a rapidly changing world and working environment, a new way of working and developing 
oneself becomes evident. Especially so in the Dutch municipality sector, where the average 
age of civil servants is higher than in the labour force and where the content of functions is 
changing due to labour market interventions and technological changes (Stichting A+O fonds 
Gemeenten, 2015). Stichting A+O fonds Gemeenten (The foundation of the Labour Market 
and Education for Dutch municipalities) is a Dutch fund which improves and supports 
innovative activities in the field of the labour market and HRM policies of municipalities 
(Stichting A+O fonds Gemeenten, 2012). The A+O fonds Gemeenten was founded in 1993 
after initiative from the social partners from the municipality sector 
(https://www.aeno.nl/over-ao). The fund’s goal is to support civil servants by organizing 
activities which contribute to municipalities being attractive, dynamic and creative 
organizations, with a healthy working environment and healthy employees who take 
responsibilities in their work and career. An important project is called Meester in je Werk 
(‘’Master at your job’’), aiming to enhance civil servants’ self-management in their career 
development, mobility, craftsmanship and ultimately employability. This project finds its 
relevance in the changing work environment, resulting from changing economic and 
technical developments in the world and in the Netherlands. As a result of this changing 
work environment, lifetime employment and job security are no longer the standard; life 
time employability is the new standard (Gaspersz & Ott, 1996). An example of this changing 
world can be found in the nature of the psychological contract between employer and 
employee. This contract comprises expectations between the employer and the employee, 
regarding career development and job conditions, which are assumed to be reciprocal 
(Schein, 1965). The psychological contract used to be more loyal, where the employer would 
offer lifetime employment. In exchange, employees would work hard and be loyal to the 
company. Nowadays this psychological contract is more free; employees expect little from 
their employer and are less loyal towards the employer (Nauta, 2008). This is why employees 
nowadays must be more aware of the need to manage their own career, by continuously 
learning and improving themselves (Stichting A+O fonds Gemeenten, 2012; van Dam, 2004). 
Now, more than ever, developing and maintaining one’s employability is seen as a 
responsibility of the employee, and not of the employer (Lo Presti & Pluviano, 2016). This 
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trend can also be seen in municipalities, more short-term employees are hired and more 
discontinuous employment contracts are issued (Stichting A+O fonds Gemeenten, 2015). As 
a result, employers are taking less responsibility for employees’ employability, since it will 
not directly create value for the organization, as opposed to when a permanent contract is in 
place (Lo Presti & Pluviano, 2016). These developments make individual initiative in career 
development highly relevant (Thijssen, van der Heijden, & Rocco, 2008). New employee 
competencies and skills such as adaptability, flexibility and proactivity are necessary (King, 
2004; Van Dam, 2013). Employees are also expected to take more responsibility for their 
own career (Hall, 2004), for example by investing in themselves. Nowadays, employees often 
do this (Nauta, 2008). This is in line with Hall’s (2004) concept of the protean career, which is 
a career orientation in which the individual is in charge. According to an individual’s own 
values, the career will develop and career success can be experienced. Another way is by 
making use of development opportunities offered by the employer (Gaspersz & Ott, 1997). 
 The importance of employability has been stressed by the Dutch government as well, 
according to whom employability can be used as a tool to keep people employed for a 
longer time. In this way, citizens – especially the more vulnerable groups- will make less use 
of social benefits (de Zwart, 2007). Moreover, because of demographic developments in the 
Dutch population, the Dutch need to become more employable. The ageing employees are 
becoming a bigger proportion of the population (De Feyter, Smulders, & de Vroome, 2001), 
and the younger working population will have to bring in the taxes to pay for the ageing 
population’s social benefits. If people will retire later, there will be less pressure on the 
working population (de Zwart, 2007; Giesbers, Verweij, & de Beer, 2013). 
 Altogether, the Dutch working force can use some employability, and so can the 
municipalities’ working force. From a research conducted for the Stichting A+O fonds 
Gemeenten (2012), it appears that more than half of civil servants expects to remain in their 
job for a long time. Staying in the same job for a long time is detrimental to employability 
(Stichting A+O fonds Gemeenten, 2012; Forrier & Sels, 2003; Van Dam, 2004). Being 
employable is important for civil servants because the job content in municipalities can 
change rapidly, and as a result the person-job-fit regarding competencies or skills can 
become lower. This requires civil servants to be retrained (De Feyter et al., 2001), and to stay 
up- to-date on function-specific professional content (van Vuuren, Caniëls, & Semeijn, 2011). 
Given the seriousness of civil servants’ employability, a website was launched by the A+O 
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fonds Gemeenten in October 2016, called Meesterinjewerk.nl (from now on referred to as 
‘’the website’’) and has several instruments which aim to improve employees’ employability. 
Due to the extent of the website’s content, the content is described in detail in attachment 
1. In the following pages, the term of employability will be discussed in more detail; its 
antecedents, mediators and consequences will be discussed. Lastly the research method, 
analyses and results will be discussed. 
 
2. Employability 
Employability has been operationalized in many different ways by many different 
researchers and so far there does not exist a clear definition of the construct yet (Forrier & 
Sels, 2003; Lo Presti & Pluviano, 2016). Even though there is no consensus on the definition 
of employability, its importance for the present labour market is extensive, and the term has 
been used on many occasions (Lo Presti & Pluviano, 2015; McQuaid & Lindsay, 2005). For 
employees it is also important to know what employability means, so they can understand 
what makes them employable, even more because current labour market changes are more 
drastic and a proactive attitude of employees regarding their own employability is necessary 
(Lo Presti & Pluviano, 2016). For some researchers the core of employability is that someone 
is employable when being in a position to find and/or keep work (den Besten, Postma, & Stal, 
2010; van Vuuren et al., 2011) in case the job content will change or the employee will 
change jobs (Luken, 2002). In another definition this job should also be fulfilling or decent 
(Forrier & Sels, 2003). The online Cambridge Dictionary gives the following definition for 
employability: ‘’the skills and abilities that allow you to be employed: ‘’there will no longer 
be jobs for life, but employability for life’’ (Cambridge University Press, 2016). In the most 
recent definition by Lo Presti and Pluviano (2016), the importance of networking and 
exploring one’s social environment for career opportunities and constraints were also 
included in the definition of employability. When taking into account our research target 
group of civil servants, I find it important to look at what the municipality sector is using as a 
definition. In a previous research report on development, employability, and mobility, 
commissioned by the A+O fonds Gemeenten (2012), the following operationalization of 
employability was used: ‘’someone’s employability determines the extent to which the 
person is suitable for a job. A high employability means more chances to find another job 
and to retain the current job’’ (Stichting A+O fonds Gemeenten, 2012, p. 1). Officials from 
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the A+O fonds Gemeenten confirmed using this definition. In this research, a distinction 
between attitude (i.e. employability orientation) and behaviour (i.e. employability activities) 
will be made. Employability orientation is more related to the attitudes toward developing 
their employability. The more positive these attitudes, the more an employee is believed to 
cooperate with the organization (van Dam, 2004). Further on there will be more elaboration 
on this distinction.  
 An example from the DIV (Documentaire Informatie Voorziening) - which is a 
department of information management -, illustrates the relevance of employability. In the 
DIV, the digitalization of archives has changed the job content enormously. From working 
with paper, the job is now more about working with people, which requires different skills 
than before. Changes occurring in municipalities also include outsourcing, mergers and 
redeployment. For some employees, their function has even disappeared. In cases like this, 
having a high employability helps an employee with finding a new job sooner than 
employees with a low employability (Stichting A+O fonds Gemeenten, 2016). Although more 
research on the outcomes of employability is necessary, so far it seems more advantageous 
to be employable than not being employable. The most important proximal outcome is 
career success (Lo Presti & Pluviano, 2016; van der Heijde & van der Heijden, 2006), which is 
a subjective feeling, depending on one’s own values (Hall, 2004). Employability also 
enhances self-efficacy, which means that employees are more able to solve work-specific 
problems and handle challenging situations (Berntson, Näswall, & Sverke, 2008). When 
facing unemployment, employable employees suffer less because of their proactive 
approach and high career identity (McArdle, Waters, Briscoe, & Hall, 2007). Moreover, 
employability relates to job-related and general well-being (Fugate, Kinicki, & Ashforth, 
2004; de Cuyper, Bernhard-Oettel, Berntson, de Witte, & Alarco, 2008; Kirves, 2014; Kirves, 
Kinnunen, & De Cuyper, 2014), even in longitudinal research (Berntson & Marklund, 2007). 
Employability relates negatively to job insecurity (De Cuyper et al., 2008) and positively to 
high self-rated job performance (Kinnunen, Mäkikangas, Mauno, Siponen, & Nätti, 2011). All 
of the factors above are advantageous outcomes to employees. 
 
3. Meesterinjewerk.nl 
Meesterinjewerk.nl contains various tools which can contribute to employability. All civil 
servants working at a Dutch municipality can register and make use of the content of the 
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website for free. There are self-tests and career management tools, e-learning, experience 
stories, and the ePortfolio. Self-tests which make people think about themselves and their 
career, career coaching, and useful information about job vacancies are all triggers to help 
employees take up career self-management (Kluytmans & Ott, 1999). In attachment 1, the 
content of each of the website’s aspects is elaborated on.  
 Because the website is not a formal organizational programme, but an option 
provided by an outside company, employees can use it anonymously. This makes using the 
website more accessible than, for example, formal education (Hall, 2004). Once registered, 
the employer cannot see what employees exactly do on the website. This has been a 
conscious decision made by the A+O fonds Gemeenten because it gives employees more 
freedom in using the website, as they do not have to feel stressed about their supervisor 
checking their online career activities, and possibly using that information for performance 
evaluations. This gives employees a sense of autonomy, and they do not feel like they are 
being watched or put under pressure (Deci, 1971).  
 The self-tests and career management tools of the website have been provided by 
Matchcare, a company providing online learning platforms (http://www.matchcare.nl/). 
Matchcare also provides information on how often registered users are using the self-tests 
and career management tools. From their most recent numbers, a sketch of the registered 
users can be drawn. In September 2016, Meesterinjewerk.nl had 4138 active users working 
at Dutch municipalities. Active users are considered to be those who have logged in to the 
website during the last 2 months. The self-tests completed most often are the Big Five, 
Beroepsinteresse, Carrièrekrachten, and Teamrollen (Belbin) (Matchcare, 20161). In order to 
draw a picture of the research population, I will now elaborate on some facts. In 2015, the 
Netherlands counted 393 municipalities with a total of 155.960 employees. Municipalities 
employ more people from the older age groups (45-60 and 60+ years), as compared to the 
average of the working population. Since 2011, this trend only became more intense: the 
group of the youngest employees (35 years and younger) decreased with 31% and the group 
of the oldest employees increased with 38%: the average age of municipality workers 
increased. In 2011 this was 46.3 years and in 2015 this was 48.3 years. This unbalanced 
personnel structure is becoming even more unbalanced. Despite these seemingly 
unfavourable developments, there is now more internal mobility in municipalities, as 
                                                 
1 Consulted from a private document of Matchcare. 
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compared to 2011. Internal mobility refers to the percentage of employees who have 
changed their function and/or department within their municipality (Stichting A+O fonds 
Gemeenten, 2015). 
 
4. Relevance of this research  
The relevance of research on employability among Dutch civil servants is high, and can be 
different for the employer, the employee and for science. 
 The importance for the employer in enhancing employees’ employability lies in when 
not offering development activities, it can be a motive for leaving the organization (Luken, 
2003). Employability is also important because it can improve the internal mobility of 
employees: employees can apply for internal job openings, and in that way get a higher 
function (vertical mobility) or a function on the same level, but with different content 
(horizontal mobility) (Van Dam & Thierry, 2000). Internal mobility contributes positively to 
an individual’s employability (Van Dam, 2003, 2004). Increasing internal mobility is very 
relevant for municipalities as well, since in that way external hiring can be lowered, which 
decreases total employment costs. Less external hiring also means more internal mobility 
because a municipalities’ own employees rotate and execute different tasks when job 
openings will not be fulfilled by people from outside the municipality. This implies more 
learning on the job, through hands-on experience. The most effective ways to foster internal 
mobility were development interviews, temporarily switching functions with another 
employee, hiring career advisors, and the individual career budget which employees can use 
for educational purposes (Individueel Loopbaan Budget). Each civil servant has a budget of 
€500 a year to spend on education or training, but most civil servants do not use this whole 
budget. Although meetings for planning, functioning and appraisal of the employee 
contribute to internal mobility, all of these practices have decreased in use since 2011. In the 
personal meetings with employees a lot of employability-enhancing events can take place; 
such as creating awareness, a good dialogue, internal mobility ideas, more insights into job 
performance and an overview of employees’ competencies (Stichting A+O fonds 
Gemeenten, 2015). In this way, employees learn more about the company and will thus be 
more employable (De Feyter et al., 2001). Effective allocation of employees can happen 
through decent internal mobility movements (van Dam & Thierry, 2000), in which internal 
vacancies are transparent for the employees (Gaspersz & Ott, 1996). An effect is that less 
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external hiring is necessary, which can save about 50% of employment costs for the 
organization (Stichting A+O fonds Gemeenten, 2015). 
 The importance of employability for the employee lies in the fact that lifetime 
employment is no longer the standard; developing oneself is therefore necessary for 
employees (Gaspersz & Ott, 1996; Lo Presti & Pluviano, 2016). Apart from that, being able to 
keep a job or find a new job is always an advantage, since it implies career success (Heijde & 
van der Heijden, 2006). 
 The relevance for science lies in the fact that employability research is expanding (Lo 
Presti & Pluviano, 2016; McQuaid & Lindsay, 2005). However, no research among Dutch civil 
servants has been conducted yet, and no research on Meesterinjewerk.nl either. Therefore, 
this research is innovative. 
 
5. Antecedents, mediators and consequences of employability orientation  
Since being employable is such an important aspect in our modern society, the urgency of 
finding out more about the antecedents of this construct is high. Only when employees 
know what contributes to becoming employable, they can take actions to become more 
employable (Lo Presti & Pluviano, 2016). Since in previous research on employability, 
individual and work-related characteristics have both been taken into account as 
antecedents of employability (Berntson et al., 2008; Ilmarinen, Tuomi, & Seitsamo, 2005; 
Van Dam, 2003; Van Dam, 2004), the same interactional approach will be taken in the 
current research. The research model is depicted in Figure 1. The accompanying research 
question is: What are the antecedents of a high employability orientation in civil servants 
working at Dutch municipalities? 
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 It is expected that being registered on Meesterinjewerk.nl and doing activities on the 
website has a positive relationship with employability orientation (Hypothesis 1a). One of 
the goals of the website is enhancing career identity. When someone has a clear career 
identity, that person can easily answer questions such as: Who am I? What am I good at? 
Who do I want to be? (Lo Presti, 2009). The self-tests can be triggers for employability 
orientation, since they aid in making the self-image more realistic and more complete 
(Luken, 2002). The self-tests also help employees gain an understanding of the values and 
goals that give a direction to their career and life plan (van Tiem & West, 1997). 
 Being active on Meesterinjewerk.nl is expected to contribute to five career 
competencies: (1) Qualities (‘’What can I do?’’) means knowing what one is (not) good at 
and knowing how to use these qualities in a job. This also describes self-efficacy, which has 
been found to relate to employability orientation (Forrier & Sels, 2003; Nauta, van Vianen, 
van der Heijden, van Dam, & Willemsen, 2009; Noe & Wilk, 1993). An incomplete self-image 
can make employees insecure when facing questions about their abilities (Luken, 2002), 
which is why a complete self-image will help in becoming more employable. (2) Motives 
(‘’What do I want and why?’’) means that a person knows what he or she values about a job 
and in life, in order to feel satisfied, the self-tests on Meesterinjewerk.nl can help in 
exploring one’s motives. (3) Work exploration (‘’Where do I find a job that fits me?’’) 
concerns knowing about the labour market and its opportunities. It is also about knowing 
what certain jobs’ requirements are and knowing how to meet these, for example by 
learning new things. Knowing how to apply for a job effectively is also a part of work 
exploration. (4) Career guidance (‘’How do I achieve that?’’) implies career self-management 
and taking decisions about career steps, it is a lot about showing initiative to achieve having 
a good career. The career management tools on Meesterinjewerk.nl can help in increasing 
this career competence. (5) Networking (‘’Who can help me with that?’’) is about knowing 
people, building up contacts and keeping them warm. Knowing how to approach and help 
these contacts is also very important (Kuijpers, 2006). The mobility network map on 
Meesterinjewerk.nl could help in networking more. The website’s activities and content are 
expected to have a positive relationship with career competencies (Lo Presti & Pluviano, 
2016; Forrier & Sels, 2003; Luken, 2002; Van Dam, 2003) and how each competency relates 
to the website’s content can be seen in Table 1. It is evident that some instruments 
contribute to more than one career competency, due to a broad content of the instrument. 
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This division has been made by an employee of the A+O fonds Gemeenten. It is important to 
note that the activities on Meesterinjewerk.nl are different from the career competencies. 
The activities on Meesterinjewerk.nl are instruments to enhance the career competencies, 
while not having attained them yet. The career competencies are broad skills that can be 
enhanced by doing activities on Meesterinjewerk.nl. The career competencies have been 
found to relate to employability orientation in previous research (Forrier & Sels, 2003; Lo 
Presti & Pluviano, 2016), this is why in the current research career competencies is expected 
to be a mediator between activities on Meesterinjewerk.nl and employability orientation 
(Hypothesis 1b). 
 In a strong employability culture, the organization is encouraging employees to 
professionally develop themselves, for example by accepting task changes. Also, the 
manager is concerned with the employees’ involvement in work activities, such as self-
development. Employability culture is expected to have a positive relationship with 
employability orientation (Hypothesis 2).  
 Organizational tenure is about how long a person has worked for the same 
organization (Noe & Wilk, 1993; van Dam, 2003, 2004; Wanberg & Banas, 2000). Over time, 
employees’ attitudes toward the organization and their careers change, as was illustrated by 
Van Dam (2004; 2005), she found this relationship to be mediated by continuance 
commitment. The longer a person stayed in the same organization, the more attached to 
and invested the person became to the job. With a longer organizational tenure, employees’ 
dependence on the organization increases as their chances on the external labour market 
decrease. External employability decreases because an employee’s expertise can become 
too concentrated (Thijssen, 1992). Organizational tenure is expected to have a negative 
relationship with employability orientation (Hypothesis 3a).  
 A high workload is a reason for employees not to work on their employability, since 
this takes time (Stichting A+O fonds Gemeenten, 2015; Gaspersz & Ott, 1997; Luken, 2003; 
Van Dam, 2003, 2004). Through phone conversations with municipalities’ human resource 
managers, it became clear that most employees see working on employability as part of 
their work tasks and have other priorities. So, while working on employability is often seen 
as a resource for employees, with positive outcomes, employees see it as a demand. This 
contradiction can tire employees (Schaufeli & Taris, 2013). A solution could be to give 
employees time to work on employability during work hours (Luken, 2002). For now, a high 
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workload is expected to have a negative relationship with employability orientation 
(Hypothesis 3b).  
 Job satisfaction has been proven to have a negative relationship with employability 
orientation (Lo Presti & Pluviano, 2016; Luken, 2003; Nauta et al., 2009; van Dam, 2005). 
When satisfied with a job, there is no sense of urgency to learn new things or find a new job 
(Luken, 2002). When talking with civil servants during my internship, while trying to promote 
the website, a reply I often received was: ‘’I don’t need that, I am happy in my current job’’. 
It is expected that job satisfaction has a negative relationship with employability orientation 
(Hypothesis 3c). 
Consequences: employability activities  
A high employability orientation (i.e. attitude) is important, but not enough for employees to 
actually work on their employability, it is important for them to undertake employability 
activities (i.e. behaviour) as well. Lo Presti & Pluviano (2016) support the distinction between 
employability orientation and employability activities. Employees with a more positive 
attitude towards change generally undertake more activities to change their behaviour 
(Sutton, 1998). This is related to Ajzen’s (1991) theory of planned behaviour, according to 
whom attitudes toward behaviour predict intentions to exercise the behaviour, which 
accounts for considerable variance in actual behaviour. It is expected that employability 
orientation has a positive relationship with employability activities (Hypothesis 4).  
 
HYPOTHESES 
 Hypothesis 1: (a) There exists a positive relationship between activities on 
Meesterinjewerk.nl and employability orientation, which is (b) mediated by career 
competencies. 
 Hypothesis 2: There exists a positive relationship between employability culture and 
employability orientation 
 Hypothesis 3: There exists a negative relationship between (a) organizational tenure, 
(b) workload, and (c) job satisfaction on the one hand, and employability orientation 
on the other hand. 
 Hypothesis 4: There exists a positive relationship between employability orientation 
and employability activities. 
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TABLE 1 
Content of Meesterinjewerk.nl and the Career Competencies they contribute to 
Qualities and 
Motives 
- TalentSpiegel: contributes to these career competencies because it helps people 
understand what they are good at. 
- Big 5: can give more insight into this, by helping to think about whether the current job 
matches a person’s personality and which other functions fit a person. 
- Carrièrekrachten: helps employees understand which competencies are strong and 
which they could still develop. 
- Teamrollen: knowing one’s best role in a team means knowing oneself and contributes 
to working in teams more effectively. 
- Succesfactorenanalyse: learning about oneself and applying this to the labour market. 
- Kernkwadranten: getting to know what one is good at. 
- Leerstijlen: When knowing which learning style you prefer, you can improve your 
learning process and try new ways of learning. 
- Droomberoepen: This exercise helps to discover what you find important in your job 
and in life. It teaches you to think outside of the box, concerning the career. 
- ePortfolio: summarizes all activities done on the website, and contributes to this career 
competency because it shows what still needs to be done to become more employable. 
Work 
exploration 
- Beroepsinteresse and Beroepenverkenner: discovering other occupations that match 
your personality. 
- TalentSpiegel: learning what your talents are, and how you can use those at work. 
- Loopbaan APK: discovering whether you are still in the right job or what the right job for 
you could be. 
- Ervaringsverhalen- en filmpjes (9 in total): when knowing what employees with similar 
questions and changing work environments went through, their story can be inspiring. 
- Jouw Personal Brand: when knowing how to describe yourself, you can use this 
information on your LinkedIn-page, curriculum or in a job interview. 
Career 
Guidance 
- Actieplan: helps to state and plan career goals. 
- Bucketlist: determining actions to improve one’s employability. 
- Vacaturezoeker: when knowing what you want and what your talents are, this is a 
useful tool in actually starting to explore the labour market. 
- Opleidingengids: When knowing what you need to learn, this guide for education can 
help you find a relevant course or training in the Netherlands. 
- Beroepenverkenner: Contributes to career guidance because ideas about other jobs can 
be derived from it. 
- CV creator: a concrete step on how to create a cv, including all self-knowledge learnt 
previously. 
Networking Breng je Netwerk in Kaart: learning how to use your network to find new jobs. 
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6. METHOD 
The research question ‘’What are the antecedents of a high employability orientation in civil 
servants working at Dutch municipalities?’’ has been answered by using digital self-report 
questionnaires, with a total of 96 items (see attachment 3). Apart from measures necessary 
for testing the hypotheses, some questions about user experience were added, which will be 
of value to the A+O fonds Gemeenten, in order to get a good impression of the website’s 
users and to evaluate the website (questions feedback1 through feedback6). This is a 
descriptive field study because no variables are manipulated. 
 
Research population  
The research population concerns the civil servants who are registered at 
Meesterinjewerk.nl, so I am working with an existing research population. The 
correspondence with participants is documented in attachments 2 and 3. The questionnaire 
was sent to 4200 registered users of Meesterinjewerk.nl, of which 36 e-mails bounced and 
from 43 users I received automatic e-mails stating they were out of office. In total, 439 
surveys were started and 208 surveys were finished (± 5%). This is a low response rate, but 
yields a high enough response rate to conduct this research. One participant was excluded 
from analysis because on multiple items he repeatedly gave the same answer, also on 
reverse-scored items, which gives reason to doubt whether the respondent actually read the 
question. The majority of participants were between 45-54 years old (33.2%), 0.5 percent 
was below the age of 25 years, 15.4 percent was between the ages of 25-34 years, 23.6 
percent was between the ages of 35-44 years, 18.3 percent was between the ages of 55-60 
years and 9 percent was 60 years or older. Mean working hours per week were 36.6 hours 
(SD = 5.3). Mean travel time each day, to and from work, was 45 minutes (SD = 36.6). 
Average organizational tenure was 12.66 years (SD = 10. Most respondents (24.2%, 25.3%, 
25.8%) came from municipalities with respectively, more than 100.000 citizens, 50.000 up to 
100.000 citizens, or 20.000 up to 50.000 citizens. 
 
Variables and measures  
All variables measured on a Likert scale are interval variables. All questions referred to in this 
text can be found in attachment 3. Some variables are included so that the research 
population can be described, these are: age, function, highest education, type of 
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employment, gender, and travel time (questions A1-A6). Independent variables are: 
activities on Meesterinjewerk.nl, employability culture, organizational tenure, workload, and 
job satisfaction. The mediator variables are the career competencies of qualities and 
motives, work exploration, career guidance, and networking. The dependent variable is 
employability orientation. For hypothesis 4, employability activities is the dependent 
variable and employability orientation is the independent variable.  
 Activities on Meesterinjewerk.nl is measured with 5 items (questions MIJW1-MIJW5) 
on an interval scale. The five items were constructed especially for this research, since there 
is no prior research about the website. Respondents get a total score and the more activities 
completed on the website, the higher the total score. The minimum score is 0 and the 
maximum score is 31. For the shorter self-tests, respondents get 1 point per finished activity. 
For the more intensive self-tests, respondents get 3 points. This was chosen deliberately 
because these tests include multiple short self-tests. When doing one intensive test it is not 
exactly like doing three short tests, however there was no prior research on this topic, so 
this value was chosen arbitrarily. For each used career tool, respondents get 1 point. The 
amount of points given for Online learning and Reading the experience stories or watching 
the experience videos is in accordance with the amount of modules finished or stories read 
(ranging from 0 to 3). In attachment 3, this point system is specified. This variable is 
measured on an interval scale. Career competencies is measured with 44 items (all questions 
starting with CC), by using the five scales of Qualities (e.g., ‘’ I think about the things at which 
I have been good at all my life’’), Motives (e.g., ‘’I think about why I find some things 
interesting’’), Work exploration (e.g., ‘’If I would do another type of job, I would first check 
which skills I exactly need for that job’’), Career guidance (e.g., ‘’I plan what I have to learn so 
that I can keep doing work that I find fun’’), and Networking (e.g., ‘’I know who in my  
network can help me in my career’’). The items are based on scales that have been 
constructed by Kenniscentrum GOC (Kuijpers, 2006). All items are measured on a 5-point 
Likert scale (1 = disagree strongly, 5 = agree strongly), of which an average sum score is 
calculated. Employability culture is measured with 8 items (questions EC1 through EC8), 
(e.g., ‘’If you want to try out something new in this organisation, that is possible’’), measured 
on a 5-point Likert scale (1 = disagree strongly, 5 = agree strongly). These items were 
developed by Nauta et al. (2009), in whose research Cronbach’s α was .73. Questions EC5 
and EC7 are reverse-scored. Organizational tenure is measured in years, on a ratio level, 
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since the amount of years can have a fixed zero-point (question T1). Organizational tenure 
has been measured in the same way in previous research (Stichting A+O fonds Gemeenten, 
2012; Noe & Wilk, 1993; Van Dam, 2003, 2004; Wanberg & Banas, 2000). Workload is 
measured with six items (questions VBBA1 through VBBA6), (e.g., ‘’Do you have a lot of work 
things to do?’’, measured on a 4-point Likert scale (1 = never, 4 = always) from the VBBA2.0, 
designed by the SKB (van Veldhoven, Prins, van der Laken, Dijkstra, 2014). This scale has 
been updated multiple times since 1994. Permission has been granted to use these items. 
Job satisfaction is measured with four items (questions JS1 through JS4), (e.g., ‘’My job gives 
me satisfaction’’), measured on a 5-point Likert scale (1 = disagree strongly, 5 = agree 
strongly). Van Dam (2005) has used these four items and obtained a Cronbach’s α of .84. 
Employability orientation is measured with seven items (questions EO1 through EO7) on a 4-
point Likert scale (1 = disagree strongly, 4 = agree strongly), (e.g., ‘’I am willing to work in 
another function’’) as used by van Dam (2004) in previous research, which yielded a 
Cronbach’s α of .78. Items EO3 and EO7 are reverse-scored. Employability activities is 
measured with six items (questions EA1 through EA6) on a 4-point Likert scale (1 = disagree 
strongly, 4 = agree strongly), (e.g., ‘’I am actively developing my knowledge and skills’’) as 
used by van Dam (2004) in previous research, which yielded a Cronbach’s α of .76. 
 The respondents are all registered users of Meesterinjewerk.nl, excluding the ones 
that have recently received an e-mail with the question to participate in another research on 
Online learning, a part of Meesterinjewerk.nl. This is a policy of A+O fonds Gemeenten. The 
digital questionnaire, designed with Qualtrics, has been sent to 4200 users of the website. 
The e-mail that was sent to participants is shown in attachment 2. 
 
7. ANALYSES 
Before examining the hypotheses, reliability measures of all scales were conducted. Then, to 
examine the hypotheses, three regression analyses were performed. First of all, 
the mediators (career competencies) were regressed on the independent variables 
(activities on Meesterinjewerk.nl, employability culture, organizational tenure, workload and 
job satisfaction) with multiple regression analyses. Although no relationships were expected 
between the career competencies and the other predictors, all predictors were included in 
this analysis, for exploratory purposes. Secondly, the dependent variable (employability 
orientation) was regressed on the independent variables and the mediators with a 
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hierarchical regression analysis. Model 1 is employability orientation regressed on all 
independent variables except for activities at Meesterinjewerk.nl, in Model 2 activities on 
Meesterinjewerk.nl were also included, and in Model 3 employability orientation was 
regressed on all independent variables and the mediators of career competencies. Finally, in 
order to assess hypothesis 4, a hierarchical regression analysis was conducted. Employability 
activities was regressed on employability orientation (Model 1), then activities on 
Meesterinjewerk.nl was added to the model (Model 2), and then all other model parameters 
were added to the model (Model 3). This method of analysing has been used by van Dam 
(2004) before in a classical paper on employability orientation, for more details see Baron 
and Kenny (1986). 
 
8. RESULTS 
First of all, a factor analysis of the variable career competencies was conducted, to check if 
the five different career competencies of networking, work exploration, qualities, motives 
and career guidance made up separate scales. Correlation between factors was expected, so 
a factor analysis with Direct oblimin rotation and Kaiser normalization, requesting five 
factors, was conducted in 34 iterations. When looking at the pattern matrix, not all items 
loaded highest on the corresponding factor, therefore some changes were made to the 
scales of career competencies. Changes to the scales are shown in Table 2. Table 3 contains 
the statistics after the changes were made. The factor analysis was conducted again, now 
requesting four factors, conducted in 16 iterations. Both pattern matrixes can be found in 
attachment 4. 
 
 
 
 
 
 
TABLE 2 
Changes to the original scales of career competencies 
Networking Question 6 of career guidance and question 5 of work exploration were added, because 
these questions loaded higher on networking than on the corresponding factors. It did not 
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influence the reliability statistic much (α went from .895 to .894). 
Work exploration Question 5 loaded a lot higher on networking (.44) than on work exploration (.13) and when 
looking at the question it makes sense: ‘’I keep track of the developments in the work that I 
like to do’’. One can use one’s network when investigating developments in the job one 
would like to do, hence it is appropriate to move this question to the networking scale. This 
did not affect the reliability statistic (α = .761). 
Career guidance The sixth item was transferred to the scale of networking, since it loaded more on 
networking (.63) than on career guidance (.04). This change did not influence the reliability 
statistic substantially (α went from .878 to .871). The item ‘’I do things outside of work, to 
have more possibilities in the future’’ can be related to networking. 
Qualities and 
Motives 
Qualities’ and Motives’ items were grouped together because the items were all loading 
differently on the two remaining factors. Two items were deleted from this scale: the sixth 
item of qualities and the third item of motives (α went from .828 to .836). These two items 
also did not load highly on the same factors as the other items of qualities and motives. 
 
In Table 3, the distribution of the data (i.e. the means, standard deviations, standard errors, 
number of subjects, intercorrelations, and reliabilities) is represented. For all variables, 
assumptions were checked. First of all, the assumption of multicollinearity has not been 
violated, all tolerance values were > .10 and no VIF was > 10. Also, there were no substantial 
correlations between the variables (r > .70), only the correlation between career guidance 
and networking was higher than .70 (r = .719). The variable activities on Meesterinjewerk.nl 
was not normally distributed (range of 0-21), 24 percent had a score of 0, these are 
participants who did not undertake any activities on the website. This is also illustrated by 
the high standard deviation (SD = 4.05). For this reason, a log transformation was done. 
Because the transformation did not affect the results of the regression analysis much, the  
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analyses were continued with the raw scores. Besides, the distribution of errors was normal, 
so this was not a problem (Field, 2009). Also, the information from this skewed distribution 
is very useful, since it represents true information; many respondents did not undertake any 
activities on Meesterinjewerk.nl. The assumption of linearity was not violated either, all 
antecedents and the mediators of career competencies had no significant deviations from 
linearity with either employability orientation or employability activities. The scales had very 
high internal consistency reliability statistics (R ranges from 0.76 to 0.93). So the scales used 
for research with other groups are also reliable in research on Dutch civil servants. 
Before conducting the regression analyses, control variables and their relationship with 
employability orientation were tested in a separate regression analysis. These control 
variables were size of municipality, age, working hours a week, type of function (fixed or 
temporary contract) and daily travel time in minutes. These variables could not significantly 
predict employability orientation. Therefore the analysis was continued without these 
variables. 
 Hypothesis 1, concerning the relationship between activities on Meesterinjewerk.nl 
as a predictor, employability orientation as a dependent variable (a), and the career 
competencies as mediators (b), was fully supported. In Table 4, it can be seen that activities 
on Meesterinjewerk.nl were related to all career competencies. As shown in Table 5, there 
was a positive relationship between activities on Meesterinjewerk.nl and employability 
orientation (Model 2). Only networking and career guidance mediated the relationship 
between activities on Meesterinjewerk.nl and employability orientation (Model 3). When 
career competencies were entered into the regression equation, activities on 
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Meesterinjewerk.nl became highly non-significant and regression weights dropped from B = 
.02, β = .14 (p < .05) to B = 0, β = .04 (n.s.). It should be noted that when the career 
competencies were entered into the regression equation (Table 5, Model 3), the amount of 
explained variance in employability orientation accounted for by the predictors almost 
tripled (from 12% to 35%). This indicates that career competencies might be more than a 
mediator between activities on Meesterinjewerk.nl and employability orientation. 
Interestingly, in Table 3 it can be seen that activities on Meesterinjewerk.nl did not correlate 
significantly with employability orientation (r = .11; n.s.), but it did correlate significantly 
with employability activities (r = .25; p <.02). 
 Hypothesis 2 was not supported, as can be seen in Table 5 (Model 1), there did not 
exist a relationship between employability culture and employability orientation (B = -.05; β 
= -.07; n.s.).  
 Hypothesis 3, concerning the negative relationships between on the one hand (a) 
organizational tenure, (b) workload, (c) job satisfaction and on the other hand employability 
orientation, was partially supported. As for hypothesis 3a, the relationship between 
organizational tenure and employability orientation was significant (B = -.01, β = -.14; p = 
.05) and as predicted, negative (Table 5, Model 1). However, as can be seen from the 
regression weights, it was a small effect. When the career competencies were added to the 
equation (Model 3), the relationship became non-significant (B = -.00, β = -.07; n.s.), showing 
that the career competencies of networking and career guidance were mediating the 
relationship between organizational tenure and employability orientation. This mediation is 
further supported by the significant negative relationships between organizational tenure 
and all of the career competencies (Table 4). As for hypothesis 3b, as can be seen in Table 5, 
Model 1, there did not exist a relationship between workload and employability orientation 
(B = .01, β = .01; n.s.). As for hypothesis 3c, there did exist a negative relationship between 
job satisfaction and employability orientation (B = -.15, β = -.27; p < .01); Table 5, Model 1. 
 Finally, as proposed in Hypothesis 4, and illustrated in Table 6 (Model 1), a positive 
relationship existed between employability orientation and employability activities (B = .71, 
β = .61; p < .01). However, employability orientation was not the only predictor of 
employability activities. As the results in Table 6 (Model 3) show, the antecedent of job 
satisfaction was directly and negatively related to employability activities, and all the 
mediators of career competencies were directly related to employability activities, as was 
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indicated by significant beta-weights. This indicates a partial mediation effect on 
employability activities.  
 When analysing the hypotheses above, some findings appeared that require extra 
attention. Some antecedents and mediators showed unpredicted relationships. First of all, 
employability culture was positively and significantly related to the career competencies of 
qualities and motives and career guidance (Table 4). Secondly, organizational tenure had 
negative relationships with all career competencies (Table 4) and the career competencies 
are even mediators between organizational tenure and employability orientation (Table 5). 
Last of all, the career competencies of networking and career guidance seem to be 
mediators between job satisfaction and employability orientation (Table 5, Model 3), and job 
satisfaction was directly and negatively related to employability activities (Table 6). 
  
23 
 
 
9. DISCUSSION 
 This study focused on the antecedents and consequences of the employability 
orientation of Dutch civil servants. At the same time this study functioned as an evaluation 
of the effectiveness of Meesterinjewerk.nl, a website launched by the A+O fonds 
Gemeenten to improve civil servants’ employability. Based on the results of the study, the 
earlier proposed research question ‘’What are the antecedents of a high employability 
orientation in civil servants working at Dutch municipalities?’’ can be answered. Doing 
activities on Meesterinjewerk.nl leads to employees having more career competencies. 
More specifically, the career competencies of networking and career guidance mediated the 
positive relationship between doing activities on Meesterinjewerk.nl and employability 
orientation. This is interesting because in Lo Presti and Pluviano’s (2016) definition of 
employability, these two competencies were central. In career workshops, a lot of emphasis 
is put on networking (‘’networking is just like working’’). For example, during a career event 
organized by the A+O fonds Gemeenten, for career advisors, a network workshop was 
included. One can improve the career competency of career guidance by taking initiative and 
steering one’s own career, for example by going to workshops or by talking with others 
about your qualities and about what you want (Kuijpers, 2006). However, all career 
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competencies could significantly predict employability activities. So these are still worth 
working on. A behavioural consequence of the attitudinal variable of employability was also 
investigated, employability activities. This distinction was made because in the end, the 
employability activities are what makes a person more employable (van Dam, 2004). From 
these results one can conclude that Meesterinjewerk.nl is effective at reaching its goal. The 
effect of doing activities on Meesterinjewerk.nl even had explanatory power above already 
known antecedents of employability orientation; organizational tenure and job satisfaction 
(it accounted for an extra 2% of the variance in employability orientation). There is still 
unexplained variance for the variable of employability orientation. Merely doing activities on 
Meesterinjewerk.nl is thus not the only way to work on employability. However, the current 
research does show that it is a good start. The relevance of the research lies in knowing 
which factors contribute to Dutch civil servants’ employability, so that civil servants can work 
towards being more employable by working on those factors. Eventually being employable 
has numerous advantages, such as being able to maintain your job or find a new one when 
your function changes or disappears. In Figure 2 the conceptual model of employability 
orientation after data analysis is shown. Not all relationships between variables found in 
exploratory ways is depicted in the figure. The antecedents and mediators included in this 
model are able to account for 35% of the variance in employability orientation, which is a 
lot. The model’s implications are discussed below. 
 
The predicted positive relationship between employability culture and employability 
orientation was not supported. A relationship was expected because it is thought that in an 
organizational culture where employability is deemed important, employees are more 
supported and encouraged to work on their employability (Nauta et al., 2009). Employability 
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culture did correlate significantly to the career competency of career guidance (Table 3). This 
suggests that in an organizational culture where there is a strong focus on developing 
employability, employees do take initiative in steering one’s own career. Perhaps in future 
research employability culture could be measured differently. For example, in the way van 
Dam (2004) did, by including the variables of perceived organizational support and career 
development support, these variables are more specific than employability culture. A factor 
such as leadership could also be taken into account. The non-significant relationship 
between employability culture and employability orientation does pose an interesting 
contrast with practice. When presenting the research results, a colleague pointed to the 
amount of work that is already being put into enhancing municipalities’ employability 
culture. Would all that effort be for nothing? This question can be answered when looking at 
what the A+O fonds Gemeenten is exactly doing to enhance employability culture, and 
developing a digital questionnaire that entails all of this, which could be a future research 
project.  
 The results also supported the negative relationship between the previously known 
antecedent of job satisfaction and employability orientation. When more satisfied with the 
job, employees tend to spend less time working on their employability. In practice, when 
promoting the website, this argument has often been used as a reason for not being 
interested in using the website. Answers such as ‘’I don’t need that, I am satisfied with my 
job’’, ‘’maybe I will look at it when my job starts to become boring’’ have been given often. 
Interestingly, job satisfaction had a positive relationship with the career competency of 
career guidance (Table 4). Meaning that when more satisfied with one’s job, an employee 
will take more initiative in steering one’s own career. However, job satisfaction was 
negatively related to employability orientation. An explanation could be that the civil 
servants who are registered on Meesterinjewerk.nl are not broadly interested in their 
employability, for example they do not look for information outside of the company. 
However, these people could be interested in working on their career within the 
organisation. When looking at the items, a lot of them involve the supervisor at work, and 
work activities in the current job. This supports the explanation given above. Interesting for 
the A+O fonds Gemeenten could be to focus on people who are satisfied in their career, and 
tell them about the fact that they can become even more satisfied when starting to discover 
the benefits of employability. How to effectively do this is a question for future research. 
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 From previous research (A+O fonds Gemeenten, 2012; Forrier & Sels, 2003; van Dam, 
2004), organizational tenure has a negative relationship with employability orientation. In 
the current research, this negative relationship was also found. When working for an 
organization for a longer time, employees become more dependent on the organization, for 
job security. At the same time, employees’ chances on the external labour market decrease 
because it is more expensive to hire them and they become less attractive to employers 
because of narrower skills (Thijssen, 1992), due to less variance in jobs. This is because 
changing functions means learning new things (De Feyter et al., 2001; van Dam, 2003; van 
Dam & Thierry, 2000). So when not changing functions, knowledge becomes too specialized. 
Organizational tenure had negative relationships with all career competencies and the 
career competencies are even mediators between organizational tenure and employability 
orientation. This too suggests that when working for the same organization for a longer 
time, skills at all five career competencies are lower. Interestingly, when checking if age 
could be a control variable in the model, it could not significantly predict employability 
orientation. However, age and organizational tenure were correlated (r = .58, p <.001), this is 
in line with expectations because in order to have a higher organizational tenure, one needs 
to be able to have worked for a long time. A young person cannot have a high organizational 
tenure. Interestingly, age and employability orientation were not significantly correlated (r = 
-.075, p = .284), however age and employability activities were significantly negatively 
correlated (r = -.190, p = .006).  
 In previous research, employees with a high workload were found to work less on 
their employability, due to a lack of time to work on this (Stichting A+O fonds Gemeenten, 
2015; Gaspersz & Ott, 1997; Luken, 2003; van Dam, 2003, 2004). However, in the current 
research workload did not have a relationship with any of the other variables. 
 Drawing on previous employability research (van Dam, 2004), a distinction between 
attitude and behaviour was made: employability orientation and employability activities. 
This distinction is important because merely wanting to work on employability does not 
necessarily imply working on it. In the current research, employees with a higher 
employability orientation also did more employability activities. There was a partial 
mediation, there were both direct and indirect effects on employability activities. According 
to Baron and Kenny (1986) there is a partial mediation when the relationship between the 
dependent and independent variables does not disappear fully after including the mediator 
27 
 
in the model. In the current research, the career competencies were significant even though 
employability orientation was included in the model, so the career competencies have direct 
effects on employability activities. As can be seen in Table 3, all career competencies are 
significantly correlated to employability activities. 
 
Limitations and strengths  
This study has strong and weak aspects. First of all, a cross-sectional design was used, which 
means that causal interpretation is not possible. This is problematic because now it is not 
known whether employees who register on Meesterinjewerk.nl are already more 
employable, hence why they register, or whether employees become more employable by 
using Meesterinjewerk.nl. This issue can be solved by using a longitudinal design. However, 
the aim of this study was to conduct a research on the effect of Meesterinjewerk.nl. 
Longitudinal studies take a lot of time, the results would be known later too, and if the result 
of this study would be that activities on Meesterinjewerk.nl did not have any relationship 
with employability orientation, the money spent yearly on the website would have been for 
nothing. Now we know that there really exist relationships between doing activities on 
Meesterinjewerk.nl and being more employable, and gateways to future research have been 
opened. Secondly, only self-reports were used in data collection, this method is subject to 
biases. For example, social desirability in answering. Also, for the variable of activities on 
Meesterinjewerk.nl, 17 participants answered affirmative when asked if they completed the 
Loopbaanverkenner. However, numbers from Matchcare indicate that in total only two 
people used this instrument. All people who indicated using this instrument, gained three 
points on the variable of activities on Meesterinjewerk.nl. Possibly in another research, more 
objective data on the activities on Meesterinjewerk.nl could be obtained, for example 
through collaboration with Matchcare. Another example for more objectivity would be to 
obtain measures of employability activities not only through self-reports, but also from 
managers. Lastly, the variable of Meesterinjewerk.nl was measured in an exploratory way, 
by weighing some activities higher than others, because these activities were more 
extensive. Maybe it could be measured by granting the same amount of points to each 
activity undertaken. Online learning and reading experience stories could also be 
dichotomous items, where doing more of the activity does not result in more points, but 
merely having done the activity grants one point and not having done the activity grants zero 
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points. This can be taken into account in future research. In future research it would also be 
interesting to see if gender plays a role in the use of Meesterinjewerk.nl and employability 
orientation. Prior research suggests that it does because women tend to work more part-
time and have more caretaking tasks within the household (De Feyter et al., 2001). 
Personality traits would also be interesting to take into account in future research. 
Personality traits with relations to employability orientation are self-efficacy (Forrier & Sels, 
2003; King, 2004; Luken, 2003; Noe & Wilk, 1993), optimism (Kirves et al., 2014) and 
proactivity (Crant, 2000; McQuaid & Lindsay, 2005). Self-efficacy and optimism are kinds of 
psychological capital, which has a positive impact on employees’ performance, satisfaction, 
and commitment (Luthans, Norman, Avolio, & Avey, 2008).  
 The strengths of this study are found in the model, which made a distinction between 
employability orientation (i.e. attitude) and employability activities (i.e. behaviour) and the 
fact that a mediating variable was used to account for the variance in the relationship 
between activities on Meesterinjewerk.nl and employability orientation. Also, by including 
an environment-related variable (i.e. employability culture) and variables concerning the 
individual (i.e. activities on Meesterinjewerk.nl, organizational tenure, workload and job 
satisfaction), the effects of both types of antecedents could be investigated. In the current 
study, only the variables concerning individuals influenced employability behaviour. These 
results indicate that individuals themselves play a more important role in employability 
orientation than the organization did. This is a relatively positive outcome for employees, 
because it implies that employees themselves are the ones who, ultimately, can influence 
their employability. They are not dependent on the organization. For example, by learning 
more about their competencies, continuous skill learning and by putting their network to 
use, employees can influence their own employability. In line with the current society, 
employees are responsible for working on employability, not the employer (Lo Presti & 
Pluviano, 2016). Individuals are also the ones who will enjoy most benefits from having a 
high employability, they are able to maintain a job or find a new job more easily than 
individuals with low employability.  
 In conclusion, the increasing importance of employability for the current workforce, 
and for Dutch civil servants as well, is high. There will no longer be jobs for life, but 
employability for life. For Dutch civil servants, doing activities on Meesterinjewerk.nl is a 
good start for working on employability. Further practical advice is given in the box below. 
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PRACTICAL ADVICE 
For civil servants 
1. Especially the career competencies of networking and career guidance contribute to a higher 
employability orientation, so focus on improving these competencies first 
- Attend work-related events 
- Attend workshops on how to efficiently build up and maintain your network 
 
2. Take initiative 
Employability culture was not a significant predictor of employability orientation. Since the organization 
does not influence an individual’s employability orientation, it is the responsibility of individuals 
themselves. This was also apparent from prior research on the changing psychological contract between 
the employer and the employee. 
 
3. Also work on the career competencies of qualities, motives and work exploration 
- Do self-tests on Meesterinjewerk.nl which help you answering the questions of: Who am I? What am I 
good at? What do I want? 
- When being able to answer those questions, use the other career instruments on Meesterinjewerk.nl to 
take the next step. For example, look at which job functions you find interesting, learn how to represent 
yourself as your own personal brand and work on your qualities through online courses and seminars. 
- Get inspiration from other civil servants’ stories by reading the experience stories or watching the 
experience short videos. 
 
For the A+O fonds Gemeenten 
1. Place more instruments on the website which have to do with networking and career guidance 
 
2. When organising career events, focus on the career competencies of networking and career 
guidance 
 
3. Put information on the website about the current labour market. This helps civil servants in 
their career guidance 
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Attachment 1: Content of Meesterinjewerk.nl 
 
Meesterinjewerk.nl contains various aspects which can contribute to employability. These 
are self-tests and career management tools, e-learning, experience stories and videos, and 
an ePortfolio. Each aspect will be described and there will be elaborated on how these 
aspects contribute to career competencies and thus to employability orientation. 
 
Self-tests and Career management tools 
The content will be discussed briefly and parts such as self-tests will be described as they are 
described on the site itself. 
- De TalentSpiegel (Talent Mirror) is an intensive test, it takes 1.5 hour and comprises more 
of the shorter self-tests on the site. In order to understand the test outcomes, it is 
recommended to discuss the outcomes with a career coach or supervisor. The test’s aim is to 
give employees more insights into their qualities and types of jobs that suit them 
- The Big 5 self-assessment takes about 30 minutes and gives insight into a person’s 
behavioural preferences and includes extraversion, agreeableness, conscientiousness, 
emotional stability/neuroticism and openness to experience. 
- Carrièrekrachten (Career powers) is a short test which can show which career skills a 
person possesses, and could develop in order to influence the career positively. 
- Teamrollen (Team roles) is also a short test, based on Belbin’s nine team roles illustrates 
which position in a team a person is good at and most closely fits his or her personality 
- Succesfactorenanalyse (Success factor analysis) is a 30-minute self-reflection exercise 
which helps people to recognize their unique qualities and how these have contributed to 
their successes in life. Through writing about one’s own experiences, people will also learn 
how to communicate their strong qualities during network meetings or job interviews. 
- The Bucketlist is a 30-minute self-reflection exercise which helps people clarify what they 
really want to do in life. Making the list challenges people to think about dreams, wishes and 
desires. The exercise also helps to find out how to achieve the things on the bucketlist. 
- Kernkwadranten (Core Qualities) is a 30-minute self-test, which helps to map a person’s 
good, bad and risky qualities. When being able to recognize them, it is easier to work with 
them. After the exercise, you can work on your bad or risky qualities or play the core 
qualities’ game with other people. 
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- Leerstijlen (Learning Styles) is based on David Kolb’s conception that people learn in four 
steps: experiencing, observing and thinking over, analyzing and abstract thinking. Each 
person emphasizes a different step more than others. 
- Droomberoepen (Dream Jobs) is an exercise which takes at least 30 minutes and challenges 
people to think about what they would really like to do in life. For example by thinking about 
your ideal working day. 
- Jouw Personal Brand is a long exercise which takes approximately six hours and helps a 
person to answer the following questions: ‘’What distinguishes me from the competition?’’ 
and ‘’How do I make sure that an employer chooses me?’’. Doing this exercise helps a person 
to create a consistent image of their personality, beliefs, capacities and talents.  
- Beroepsinteresse (Job Interests) is a 15-minute self-test measuring a person’s resemblance 
to the following six person types: realistic, intellectual, artistic, social, entrepreneurial and 
conventional. The test gives the three person types with which you share most similarities, 
and occupations matching those types.  
- De Beroepenverkenner (Job Explorer) helps you with mapping what the labour market has 
to offer and connects this to your own talents, and job vacancies. The outcomes of the test 
can be filtered on educational level and professional field. 
- Loopbaan APK (Career Check) helps to look at all aspects of the current job. Since you and 
you work environment are changing constantly, a yearly career check is not a bad idea. This 
test helps you think about what you value in a career and if you are still in the right job. 
After getting more insight into oneself, it is also important to come into action, for example 
by searching for a new job, looking for education or development opportunities. 
- Actieplan (Plan of Action) is a tool which helps to make a specific and concrete plan of 
action on which steps to undertake to achieve career goals. 
- Vacaturezoeker (Job vacancy search engine) is a tool which shows all job vacancies in the 
Netherlands. There are a lot of filters, such as city, function, type of job, educational level 
and more. 
- Opleidingengids (Guide for Education) is a guide with different education, training and 
course opportunities. 4) The job explorer is also an important tool for career guidance. 
- CV creator (write your curriculum) is a tool which takes about six hours, that helps you 
include all the self-knowledge acquired into your curriculum. This because next to job 
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experience, knowing what you want for your future is a factor that employers also find 
important. 
- Breng je netwerk in kaart (map your network) is a tool which helps you to get to know your 
network. This tool is valuable because sometimes you might not even realize which valuable 
people you have in your network. The tool explains how to use and maintain your network. 
E-learning 
The site contains a section with online courses and seminars. 14 online courses are fixed, 
they have varying completion lengths, from 1 hour to 8 hours. Every month there are three 
online courses which change. Next to that, e-learning contains three webinars. All courses 
and webinars are relevant for the changing work environment and focus on topics relevant 
for civil servants working at municipalities. 
Experience stories 
The site contains nine experience stories of civil servants who have already taken steps in 
their career and have thereby effectively influenced their career, life style and happiness. 
These stories can inspire others to do the same for their own career, since by getting to 
know other civil servants’ career steps, a broader view of the labour market is shown. 
ePortfolio 
The ePortfolio is a place on the website in which all test results are kept, it is also possible to 
export this ePortfolio and combine it with other sources. In short, it gives an overview of all 
activities done on the website. 
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Attachment 2: E-mail to registered Meesterinjewerk.nl users 
 
Onderwerp: Onderzoek naar Meesterinjewerk.nl 
Beste gebruiker van Meesterinjewerk.nl, 
  
Wat is het effect van Meesterinjewerk.nl op de employability (brede inzetbaarheid) van 
gemeentelijke ambtenaren? 
Dat is de vraag die centraal staat in het onderzoek dat ik uitvoer. Wilt u meewerken aan dit 
onderzoek door het invullen van een vragenlijst? 
Het invullen duurt ongeveer 15 minuten. Aan bod komen kenmerken van de site en vragen 
over uw organisatie en werkbeleving. 
Uiteraard ga ik vertrouwelijk om met uw gegevens, deze zullen anoniem verwerkt worden 
en zijn niet herleidbaar tot individuele personen. 
  
De resultaten van dit onderzoek geven het A+O fonds Gemeenten inzicht in het gebruik en 
het effect van Meesterinjewerk.nl. 
Waar mogelijk gebruiken we de resultaten om de website te verbeteren. 
  
Voor het onderzoek is het van belang dat een zo divers mogelijke groep gebruikers de 
vragenlijst invult, 
dus ook als u lang niet heeft ingelogd, is uw deelname aan het onderzoek waardevol. De 
vragenlijst is te benaderen tot X (2 weken na openzetten). 
  
Als blijk van waardering wordt er onder elke 25 respondenten een digitale cadeaubon ter 
waarde van €25 verloot. 
 
Natuurlijk stuur ik u ook graag het onderzoeksrapport op als u hierin geïnteresseerd bent. 
 
${l://SurveyLink?d=Ga direct naar de vragenlijst} of kopieer en plak de volgende URL in uw 
internet browser: 
${l://SurveyURL} 
 
Bij voorbaat dank voor de medewerking! 
  
Met vriendelijke groet, 
 
Valentina van Veghel 
Master student Sociale- en Organisatiepsychologie (Universiteit Leiden) 
Stagiaire A+O Fonds Gemeenten (t 070 7630030) 
 
- Heeft u vragen over de site Meesterinjewerk.nl of andere activiteiten van het A+O fonds Gemeenten? Neemt u dan contact op 
met Marieke de Feyter, Marieke.deFeyter@aeno.nl of 06 58 83 42 49. 
- Heeft u aanvullende vragen over dit afstudeeronderzoek, neem dan contact op met Valentina van Veghel via 
valentina.vanveghel@aeno.nl. In geval van klachten of vragen over het onderzoek kunt u ook contact opnemen met de 
hoofdonderzoeker, dr. Herman Steensma via Steensma@fsw.leidenuniv.nl. 
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Attachment 3: questionnaire 
N.B. in questions MIJW1 through MIJW5, the point system has been added to the question, this was however 
not visible to participants. 
Welkom bij de vragenlijst over Meesterinjewerk.nl, uw deelname wordt erg gewaardeerd en 
is geheel vrijwillig. Er geen goede of foute antwoorden, wij horen graag uw eigen ervaringen 
met Meesterinjewerk.nl. Als u de vragenlijst volledig afrondt en op het einde van de 
vragenlijst uw e-mailadres achterlaat, maakt u kans op een digitale cadeaubon ter waarde 
van €25. 
 
Heeft u aanvullende vragen over dit afstudeeronderzoek, neem dan contact op met 
Valentina van Veghel via valentina.vanveghel@aeno.nl. In geval van klachten of vragen over 
het onderzoek kunt u ook contact opnemen met de hoofdonderzoeker, dr. Herman 
Steensma via Steensma@fsw.leidenuniv.nl. 
 
Uw gegevens zullen uitsluitend gebruikt worden voor onderzoeksdoeleinden en uw 
resultaten worden op geen enkele wijze gekoppeld aan uw naam of gedeeld met derden. U 
kunt ook op elk gewenst moment uw deelname onderbreken, zonder daar een reden van te 
geven. Na onderbreking kunt u ook op een ander moment verder gaan met de vragenlijst. 
 
U kunt nu beginnen met de vragenlijst, deze zal ongeveer 15 minuten duren. 
 
☐ Ik heb voorgaande informatie gelezen en geef de onderzoekers toestemming om mijn gegevens te 
gebruiken voor het onderzoek naar Meesterinjewerk.nl. (N.B. mensen kunnen niet verder zonder dit aangeklikt 
te hebben). 
 
Activities on Meesterinjewerk.nl 
De volgende vragen gaan over de activiteiten die u op Meesterinjewerk.nl heeft ondernomen. Dit zijn 
belangrijke vragen omdat respondenten vooral vergeleken zullen worden met deze variabele. Beantwoord de 
volgende vragen daarom alstublieft zo nauwkeurig mogelijk. Mocht u niet precies weten welke activiteiten u 
heeft uitgevoerd, kijkt u dan bij het activiteitenoverzicht op Meesterinjewerk.nl 
MIJW1. Welke van de volgende (korte) zelftesten heeft u afgenomen? Vink deze aan. (1 point for each used) 
 Ja 
Big 5 Assessment ☐ 
Carrièrekrachten ☐ 
Teamrollen ☐ 
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Succesfactoren analyse ☐ 
Kernkwadranten ☐ 
Leerstijlen ☐ 
Droomberoepen ☐ 
Jouw Personal Brand ☐ 
Beroepsinteresse ☐ 
Bucketlist ☐ 
Loopbaan APK ☐ 
Geen ☐ 
 
MIJW2. Heeft u de volgende (intensievere) zelftesten afgenomen? Vink deze dan aan (3 points for each used) 
 Ja 
De TalentSpiegel ☐ 
De Loopbaanverkenner ☐ 
Nee ☐ 
 
MIJW3. Heeft u de volgende Loopbaan hulpmiddelen gebruikt? Vink deze dan aan (1 point for each used) 
 Ja 
Actieplan ☐ 
Vacaturezoeker ☐ 
Opleidingengids ☐ 
CV creator ☐ 
Breng je netwerk in kaart ☐ 
De Beroepenverkenner ☐ 
ePortfolio ☐ 
Nee ☐ 
 
 MIJW4. Heeft u gebruik gemaakt van online 
leren? 
 
☐ Ja, ongeveer 1 keer per week (4 points) 
☐ Ja, ongeveer elke 2 weken (3 points) 
☐ Ja, ongeveer 1 keer per maand (2 points) 
☐ Ja, minder dan 1 keer per maand (1 point) 
☐ Nee (0 points) 
MIJW5. Heeft u de meesterlijke verhalen 
gelezen / de filmpjes bekeken? 
 
☐ Ja, ik heb 6-9 verhalen gelezen / filmpjes bekeken (3 
points) 
☐ Ja, ik heb 3-5 verhalen gelezen / filmpjes bekeken (2 
points) 
☐ Ja, ik heb 1-2 verhalen gelezen / filmpjes bekeken (1 point) 
☐ Nee (0 points) 
 
Feedback1. Hoe bent u bekend geraakt met 
Meesterinjewerk.nl? 
0 Via de website van het A+O Fonds Gemeenten 
0 Via Nieuwsbrief A+O Fonds Gemeenten 
0 Via de Meester in je werk- Roadshow 
0 Tijdens een arbeids- of mobiliteits-markt. 
0 Via het intranet van de gemeente 
0 Via een collega 
0 Via de leidinggevende 
0 Via P&O of een loopbaancoach 
0 Anders, namelijk       
Feedback2 Sinds wanneer bent u geregistreerd op 
Meesterinjewerk.nl? 
0 0 -3 maanden 
0 4 -6 maanden 
0 7 -12 maanden 
0 langer dan 12 maanden 
0 Weet ik niet meer 
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Feedback3 Waar maakt u gebruik van 
Meesterinjewerk.nl? 
0 Thuis 
0 Op het werk 
0 Beide 
Feedback4 Kunt u met een rapportcijfer aangeven wat 
uw algemene oordeel is over 
Meesterinjewerk.nl? 
 
Geef een toelichting 
☐☐☐☐☐☐☐☐☐☐ 
1 2 3 4 5 6 7 8 9 10 
 
 
      
Feedback5 Hoe waarschijnlijk is het dat u 
Meesterinjewerk.nl aan collega ambtenaren 
aanbeveelt? [op een schaal van 1t/m 10] 
 
Geef een toelichting 
☐☐☐☐☐☐☐☐☐☐ 
1 2 3 4 5 6 7 8 9 10 
 
 
      
Feedback6 Mist u onderwerpen/activiteiten op 
Meesterinjewerk.nl? Zo ja, kunt u dan 
aangeven wat u mist? 
 
      
 
Career competencies 
De volgende vragen zijn stellingen, geef aan in hoeverre onderstaande uitspraken voor u kloppen. 
Kwaliteiten 
Deze stellingen gaan over uw werkbeleving, met name over uw manier van nadenken over uw eigen 
kwaliteiten 
CCK1. Ik denk na over de dingen waar ik mijn hele leven al goed in ben geweest. 1= klopt 
helemaal niet 
2= klopt niet 
3= klopt 
ongeveer 
4= klopt 
5= klopt 
helemaal 
CCK2. Ik vraag uit mezelf aan anderen wat zij mijn sterke en minder sterke kanten 
vinden. 
CCK3. Ik ga steeds na wat mijn talenten of kwaliteiten zijn. 
CCK4. Als ik iets heel goed heb gedaan, denk ik na wat mijn sterke kanten hierin zijn. 
CCK5. Als iets niet lukt, ga ik na wat mijn zwakke kanten hierin zijn. 
CCK6. Als ik iets nieuws moet doen, ga ik eerst na of ik dit wel kan. 
CCK7. Ik leer mijn kwaliteiten kennen door mijn activiteiten buiten het werk. 
CCK8. Als ik iets leer over mijn sterke en zwakke kanten, denk ik na over wat dit voor 
mijn toekomst betekent. 
 Motieven 
Deze stellingen gaan over hoe u over uw werk nadenkt. 
CCM1. Ik ga na waarom iets mij interesseert. 1= klopt 
helemaal niet 
2= klopt niet 
3= klopt 
ongeveer 
4= klopt 
5= klopt 
helemaal 
CCM2. Als mijn ideeën botsen met die van anderen, denk ik erover na waarom dit zo is. 
CCM3. Ik denk na over hoe ik vind dat mensen zich moeten gedragen. 
CCM4. Ik ontdek wat ik echt belangrijk vind in het leven door na te denken over dingen 
waar ik me rot over voel. 
CCM5. Ik ontdek wat ik echt belangrijk vind in het leven door na te denken over dingen 
waar ik gelukkig van word. 
CCM6. Als ik iets nieuws moet doen, denk ik eerst na of dit wel bij mijn ideeën en 
principes past. 
CCM7. Ik praat met anderen over welke taken goed passen bij mijn persoonlijkheid. 
CCM8. Ik denk na over wat mij motiveert in mijn werk. 
 Werkexploratie 
Deze stellingen gaan over hoe u de arbeidsmarkt ervaart 
CCW1. Als ik ander werk ga doen, ga ik eerst na wat je daarvoor precies moet kunnen. 1= klopt 
helemaal niet 
2= klopt niet 
3= klopt 
ongeveer 
4= klopt 
5= klopt 
helemaal 
CCW2. Ik zoek uit waar er werk te vinden is dat echt bij mij past. 
CCW3. Ik zoek uit tegen welke problemen je aan kunt lopen in het werk dat ik graag wil 
gaan doen. 
CCW4. Ik houd zelf bij welke vacatures voor mij interessant zijn. 
CCW5. Ik houd de ontwikkelingen bij in het werk dat ik graag doe. 
CCW6. Als ik ander werk ga doen, onderzoek ik eerst welke normen en waarden daar 
gelden. 
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CCW7. Ik ga na waar ik het beste informatie kan vinden over ander werk. 
 Loopbaansturing 
Deze stellingen gaan over hoe u aan uw loopbaan werkt. 
CCL1. Ik plan wat ik moet leren, zodat ik steeds leuker werk kan gaan doen. 1= klopt 
helemaal niet 
2= klopt niet 
3= klopt 
ongeveer 
4= klopt 
5= klopt 
helemaal 
CCL2. Ik bespreek met mijn leidinggevende hoe ik ervoor kan zorgen dat mijn werk 
goed aansluit bij mijn sterke kanten. 
CCL3. Ik vertel mijn leidinggevende wat ik nog wil leren. 
CCL4. Ik zorg zelf dat ik de begeleiding krijg die ik nodig heb om stappen te kunnen 
zetten in mijn loopbaan. 
CCL5. Ik doe extra dingen in mijn werk, om meer kansen te hebben in de toekomst. 
CCL6. Ik doe dingen buiten mijn werk, om meer kansen te hebben in de toekomst. 
CCL7. Ik onderhandel met mijn leidinggevende om in mijn werk dingen te gaan doen 
die ik graag wil doen. 
CCL8. Als ik een keuze maak weeg ik de voor- en nadelen af. 
CCL9. Als ik een keuze maak, ga ik na wat ik hierin kan leren. 
CCL10. Ik zorg ervoor dat de dingen die ik doe, bijdragen aan wat ik wil bereiken. 
CCL11. Ik grijp kansen aan om de dingen te leren die belangrijk zijn voor mijn toekomst. 
CCL12. Het lukt me om mijn werk zo aan te passen dat ik mijn sterke punten kan 
inzetten. 
CCL13. Ik heb initiatieven genomen om mijn werkzaamheden te veranderen toen er 
nieuwe ontwikkelingen waren in de organisatie. 
 Netwerken 
Deze stellingen gaan over hoe u uw netwerk gebruikt. 
CCN1. Ik weet wie in mijn netwerk mij kunnen helpen in mijn loopbaan. 1= klopt 
helemaal niet 
2= klopt niet 
3= klopt 
ongeveer 
4= klopt 
5= klopt 
helemaal 
CCN2. Ik zorg dat ik de mensen in mijn netwerk goed op de hoogte houd van waar ik 
mee bezig ben 
CCN3. Ik doe dingen voor de mensen in mijn netwerk. 
CCN4. Ik gebruik mijn netwerk om zicht te krijgen op leuk werk. 
CCN5. Ik vraag mensen die ik ken wat de ontwikkelingen zijn in mijn vakgebied. 
CCN6. Ik zorg dat ik buiten mijn werk mensen leer kennen, die mij kunnen helpen in 
mijn loopbaan. 
CCN7. Voor ik iemand uit mijn netwerk benader, ga ik eerst na hoe en wanneer ik dit 
het beste kan doen. 
CCN8. Als ik met iemand praat over mijn loopbaan, doe ik dat op zo’n manier dat 
diegene mij zou willen helpen. 
 
Employability culture 
De volgende vragen gaan over uw huidige werkomgeving. 
EC1. Het management van mijn organisatie wil dat medewerkers regelmatig van functie 
veranderen. 
1. Klopt 
helemaal niet 
2. Klopt niet 
3. Klopt 
ongeveer 
4. Klopt 
5. Klopt 
helemaal 
EC2. Het management van mijn organisatie wil dat medewerkers flexibel zijn. 
EC3. Het management van mijn organisatie wil dat medewerkers zich breed ontwikkelen. 
EC4. Als je wat nieuws wilt uitproberen in mijn organisatie, dan kan dat. 
EC5. De vele regels en procedures in deze organisatie belemmeren mij om nieuwe dingen 
te ondernemen. 
EC6. In deze organisatie krijg je de ruimte om veel dingen te doen naast je gewone 
werkzaamheden. 
EC7. Het is in deze organisatie gebruikelijk om jarenlang hetzelfde werk te doen. 
EC8. Het is in deze organisatie gebruikelijk om regelmatig van functie te wisselen. 
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Workload (VBBA) 
De volgende stellingen gaan over de omvang van uw werk. 
VBBA1. Heeft u te veel werk te doen? 1 = Nooit 
2 = Soms 
3 = Vaak 
4 = Altijd 
 
 
VBBA2. Moet u extra hard werken om iets af te krijgen? 
VBBA3. Moet u zich haasten? 
VBBA4. Heeft u te maken met een achterstand in uw werkzaamheden? 
VBBA5. Heeft u problemen met het werktempo? 
VBBA6. Heeft u problemen met de werkdruk? 
 
Job satisfaction 
De volgende stellingen gaan over hoe u uw werk beleeft. 
JS1. Mijn werk geeft me voldoening 1. Klopt helemaal niet 
2. Klopt niet 
3. Klopt ongeveer 
4. Klopt 
5. Klopt helemaal 
JS2. Ik ben tevreden met mijn werk 
JS3. Ik ben meestal enthousiast over mijn werk 
JS4. Ik zou mijn werk aan anderen aanbevelen 
 
Employability orientation 
 Deze stellingen gaan over uw huidige werksituatie, met name over hoe u naar veranderingen kijkt. 
EO1. Wanneer de gemeente mij zou vragen andere werkzaamheden uit te 
voeren, zou ik hierop ingaan. 
1 = Erg oneens 
2 = Oneens 
3 = Eens 
4 = Erg eens 
EO2. Ik vind het belangrijk mezelf breed te ontwikkelen zodat ik ook andere 
taken of ander werk binnen de organisatie kan uitvoeren. 
EO3. Zou er een organisatieverandering plaatsvinden, dan zou ik het liefst op 
deze afdeling bij mijn collega’s blijven. 
EO4. Ik vind het belangrijk om regelmatig aan ontwikkelingsactiviteiten deel 
te nemen. 
EO5. Ik ben bereid aan een andere functie te beginnen. 
EO6. Als de gemeente mij de mogelijkheid biedt nieuwe werkervaringen op 
te doen, zou ik hierop ingaan. 
EO7. Zou er een organisatieverandering plaatsvinden, dan zou ik het liefst in 
deze functie blijven. 
Employability activities 
De volgende vragen gaan specifiek over acties die u ondernomen heeft, met betrekking tot uw loopbaan. 
EA1. Ik ben actief bezig mijn kennis en ervaring te ontwikkelen. 1 = Erg oneens 
2 = Oneens 
3 = Eens 
4 = Erg eens 
EA2. Ik doe veel om mijn loopbaan te sturen. 
EA3. Ik zorg ervoor dat ik op de hoogte blijf van interne vacatures. 
EA4. In het afgelopen jaar heb ik actief gezocht naar mogelijkheden om mijn 
werksituatie te veranderen. 
EA5. Ik heb in de voorgaande periode deelgenomen aan 
ontwikkelingsactiviteiten die niet direct voor mijn functie noodzakelijk 
waren. 
EA6. Ik ben actief bezig mijn inzetbaarheid voor andere taken te vergroten. 
 
Algemene vragen 
Tot slot willen we nog wat over persoonlijke kenmerken vragen. Deze gegevens zullen uitsluitend voor dit 
onderzoek gebruikt worden om iets over de groep respondenten in het algemeen te zeggen. Er zijn geen 
goede of foute antwoorden. Beantwoord de vragen alstublieft zo nauwkeurig mogelijk. 
A1. Bij welke gemeente werkt u?       
A2. Wat is uw huidige functie?       
Job and Organizational Tenure 
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T1. Hoe lang werkt u reeds voor de huidige gemeente? (In jaren, 
‘halve jaren’ afronden naar boven). 
      
T2. Hoe lang werkt u reeds in uw huidige functie? (In jaren, ‘halve 
jaren’ afronden naar boven). 
      
A3. Wat is uw leeftijd? ☐ ↓ 25 jaar 
☐ 25-34 jaar 
☐ 35-44 jaar 
☐ 45-54 jaar 
☐ 55-60 jaar 
☐ ↑ 60 jaar 
A4. Hoeveel uur per week bent u werkzaam volgens uw contract?       
A5. Wat voor soort aanstelling heeft u? ☐ Vaste aanstelling 
☐ Tijdelijke aanstelling 
☐ Tijdelijke aanstelling met uitzicht 
op een vaste aanstelling 
☐ Anders:       
A6. Wat is uw dagelijkse reistijd? (Heen en weer, in minuten).       
 
 
Dit is het einde van de vragenlijst over het effect van Meesterinjewerk.nl, nogmaals dank 
voor uw deelname. Wat er uit het onderzoek verwacht wordt is dat hoe meer activiteiten er 
op Meesterinjewerk.nl worden uitgevoerd, des te breder inzetbaar iemand wordt. 
 
Heeft u na het invullen van deze vragenlijst nog vragen, dan kunt u contact opnemen door 
een mail te sturen naar: valentina.vanveghel@aeno.nl, of te bellen naar 070 7630030. In 
geval van klachten of vragen over het onderzoek kunt u ook contact opnemen met de 
hoofdonderzoeker, dr. Herman Steensma via Steensma@fsw.leidenuniv.nl. 
 
Heeft u vragen over Meesterinjewerk.nl of andere activiteiten van het A+O fonds 
Gemeenten? Neemt u dan contact op met Marieke de Feyter: Marieke.deFeyter@aeno.nl 
  
Afsluitende vragen 
 Mail1. Wilt u kans maken op een digitale cadeaubon van €25? Vul dan hier uw 
e-mailadres in 
      
Mail2. Wilt u op de hoogte worden gehouden van de onderzoeksresultaten? 
Vul dan hier uw e-mailadres in 
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Attachment 4: pattern matrixes of the factor analysis of career competencies 
In Table 7 the original pattern matrix, with five requested factors can be seen. In Table 8 the 
loadings of items on each of the four factors can be seen. 
 
Table 7: pattern matrix with five factors 
 Networking 
Work 
exploration 
Qualities / 
Motives 
Career 
guidance 
Qualities / 
Motives 
CCK1 ,187 -,075 ,141 ,053 ,487 
CCK2 ,213 -,073 ,635 ,143 -,180 
CCK3 ,306 -,208 ,357 ,177 ,306 
CCK4 ,194 -,036 ,413 ,092 ,274 
CCK5 -,032 ,068 ,544 ,126 ,081 
CCK6 -,295 ,542 ,302 -,130 ,078 
CCK7 ,073 -,131 ,059 -,127 ,576 
CCK8 ,139 ,283 ,394 ,170 ,130 
CCM1 ,288 ,007 ,551 -,014 ,123 
CCM2 -,090 ,125 ,406 ,094 ,380 
CCM3 ,078 ,256 ,051 -,054 ,258 
CCM4 -,068 ,403 ,059 -,017 ,514 
CCM5 ,079 -,007 ,211 ,160 ,422 
CCM6 -,033 ,394 ,395 -,091 -,054 
CCM7 ,067 ,087 ,386 ,204 ,201 
CCM8 ,134 -,022 ,474 ,284 ,156 
CCW1 -,166 ,756 ,105 -,012 -,106 
CCW2 ,418 ,561 ,057 ,045 -,186 
CCW3 ,144 ,694 -,162 ,009 ,205 
CCW4 ,393 ,415 -,105 ,199 -,116 
CCW5 ,437 ,168 -,072 ,206 -,243 
CCW6 ,245 ,527 -,004 ,020 -,036 
CCW7 ,373 ,347 -,241 ,182 ,292 
CCL1 ,416 ,044 -,141 ,373 ,109 
CCL2 -,179 ,030 ,199 ,779 -,055 
CCL3 -,093 ,100 -,079 ,794 ,070 
CCL4 ,142 -,125 ,021 ,609 ,155 
CCL5 ,303 -,024 ,170 ,472 -,163 
CCL6 ,583 -,085 -,014 ,090 ,279 
CCL7 ,105 -,089 ,215 ,625 -,171 
CCL8 -,122 ,310 -,154 ,498 ,307 
CCL9 ,217 ,109 -,029 ,264 ,428 
CCL10 ,390 ,112 ,124 ,241 ,075 
CCL11 ,327 -,006 -,061 ,504 ,165 
CCL12 -,029 -,111 ,130 ,683 -,160 
CCL13 ,254 -,165 ,064 ,436 -,001 
CCN1 ,540 -,039 -,009 ,203 ,177 
CCN2 ,661 -,105 ,075 ,099 ,162 
CCN3 ,642 -,095 ,032 -,058 ,203 
CCN4 ,775 ,120 ,134 -,032 ,019 
CCN5 ,700 -,089 ,025 ,031 ,135 
CCN6 ,819 ,042 ,164 -,106 -,079 
CCN7 ,630 ,215 ,208 -,063 -,152 
CCN8 ,537 ,093 ,148 ,141 ,104 
CCK = qualities, CCM = motives, CCW = work exploration, CCL = career 
guidance, CCN = networking 
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 Table 8: Pattern matrix with four factors 
 
Networking 
 
Work 
exploration 
Qualities and 
Motives 
Career 
guidance 
CCK1 .234 -.058 .480 -.034 
CCK2 .041 -.040 .442 .271 
CCK3 .272 -.188 .564 .154 
CCK4 .145 -.008 .573 .086 
CCK5 -.125 .110 .528 .182 
CCK6 -.326 .581 .255 -.098 
CCK7 .167 -.094 .416 -.217 
CCK8 .112 .321 .379 .203 
CCM1 .205 .060 .515 .065 
CCM2 -.098 .169 .608 .067 
CCM3 .117 .267 .201 -.100 
CCM4 .024 .426 .376 -.122 
CCM5 .113 .015 .489 .091 
CCM6 -.098 .440 .219 .000 
CCM7 .055 .130 .430 .223 
CCM8 .086 .018 .502 .318 
CCW1 -.164 .773 -.072 .028 
CCW2 .403 .558 -.156 .104 
CCW3 .238 .683 -.048 -.067 
CCW4 .433 .400 -.232 .210 
CCW5 .436 .126 -.260 .223 
CCW6 .260 .522 -.080 .028 
CCW7 .497 .324 -.026 .073 
CCL1 .485 .019 -.036 .312 
CCL2 -.146 .050 .102 .793 
CCL3 .009 .091 -.027 .727 
CCL4 .203 -.132 .150 .549 
CCL5 .286 -.019 .004 .527 
CCL6 .640 -.085 .163 .043 
CCL7 .084 -.081 .059 .673 
CCL8 .004 .294 .097 .366 
CCL9 .160 .115 .256 .325 
CCL10 .411 .123 .115 .250 
CCL11 .408 -.017 .059 .442 
CCL12 -.043 -.120 .037 .697 
CCL13 .257 -.177 .089 .424 
CCN1 .587 -.046 .107 .166 
CCN2 .672 -.108 .175 .085 
CCN3 .649 -.101 .176 -.083 
CCN4 .760 .127 .069 .014 
CCN5 .698 -.104 .135 .011 
CCN6 .766 .045 .043 -.032 
CCN7 .565 .221 .024 .023 
CCN8 .541 .100 .170 .149 
CCK = qualities, CCM = motives, CCW = work exploration, CCL = 
career guidance, CCN = networking 
 
